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CENTRAL INTELLIGENCE AGENCY 


Identification of and basis for the exception. (Section based on 

information submitted by agency and supplemented by research of 

Civil Service Commission staff.) ■ 

A. Statutory citation. 

Section 10(a) of the Central Intelligence Act of 1949, as amended 
(63 Stat: 212, 50 U.S.C. 403j). 

B. Coverage. 

All positions and all personnel of CIA are excepted, but the 
positions of Director and Deputy Director are to be filled by 
Presidential appointment with the advice and consent of the 
Senate. 

C. Position coverage. 

The number of CIA positions is classified. Positions "include 
analysts of various kinds, scientists of various disciplines, 
medical doctors, secretaries, computer and data control 
positions, security personnel, communications personnel, 
positions requiring paramilitary training, positions requiring 
intelligence-gathering training and skills, lawyers, clerical 
positions of various kinds, training personnel, budget and 
finance officers, etc." 

D. Historical basis for the exception. 

A predecessor of the CIA, the Central Intelligence Group, was 
formed by a Presidential directive of January 22, 1946. The 
National Security Act of July 1947, which unified the armed 
forces, also transferred the functions of the Director of the 
Central Intelligence Group to the Director of the Central 
Intelligence Agency . The functions, authority, and responsi- 
bilities of the CIA were covered by organic legislation for 
the Agency, in the CIA Act of 1949. CIA functions and activi- 
ties were felt to require secrecy and security measures. 
Statutory exceptions from civil service laws are contained in 
section 10(a) of the amended act: "Notwithstanding any other 
provisions of law, sums made available to the Agency by appro- 
priation or otherwise may be expended for purposes necessary 
to carry out its functions including - (1) personal services, 
including personal services without regard to limitations on 
types of persons to be employed...." 
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II. Current agency personnel policy, practices, and procedures for 
the excepted positions. 

A. Recruitment and selection. 

1. Use of announcements or other publicity. 

External announcements of job opportunities include, 
advertising in newspapers, professional and technica 
journals, the College Placement Annual, job listings in 
professional societies, placement publications, recruit- 
ment literature in Federal Job Information Centers and 
the Armed Forces outplacement centers in military bases, 
and job announcements sent to academic departments, 
student advisors and placement officers. Internally, 
job opportunities are publicized through a vacancy 
notice system and through vocational counseling activi- 
ties. The Agency tries to fill vacancies by internal 
reassignment if possible. 

2. Positive recruiting methods. 

Full-time recruiters for both professional and clerical/ 
technical positions are in 15 cities throughout the U.S. 
Recruiting methods also include:: contact with placement 
officers in colleges and universities and with faculty mem- 
bers in "disciplines of Interest", contact with military 
installations, attendance at professional society meet- 
ings, use of Federal and State employment services, 
■attendance at "career days" and "job fairs' at all leve s 
from high school up, and active recruitment of minority 
groups. "Once the candidate has been identified, recruit 
ment begins with an interview." 

3.. Job evaluation system and qualification standards. 

The CIA's job evaluation system is based on that established 
under the classification provisions of title 5, U.S.C. ihe 
basic occupational coding system of the Civil Service Com- 
mission for Federal positions has been adapted for CIA 
positions. Position grades, grade definitions, the pay 
schedule, the step-rate system, and premium pay rates are 
used as well as other benefits applicable to General Sched- 
ule employees. CSC position standards are used in classifi- 
cation of CIA jobs as far as applicable. Agency position 
standards are used for jobs not covered, including super- 
grade jobs, intelligence and operations positions, and 
other positions. Where standards are not available, job 
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performance, qualifications, length of service, and value to 
the Agency are competitively evaluated. Those employees who 
have been downgraded without personal cause are given com- 
petitive consideration for promotion to their former grades. 

Each Career Service is a competitive area for promotion for 
the employees in that Service. Separate areas of competition 
may be established in that Service if necessary because Of 
differences in occupation or function. Promotions are limited 
to one-grade advancements, except by specific recommendations 
of the Director of Personnel. Competitive promotion evaluation 
of personnel in grades GS-09 through GS-14 is done at least 
annually. Employees in GS-08 and below are evaluated for 
promotion when the heads of Career Services consider it appro- 
priate. Competitive evaluation is not required for these 
grades, but the principle of competitive evaluation is followed 
in selection for promotion. 

C. Removal. 

1. Separations of surplus personnel are handled under the 
authority of the National Security Act of 1947 as amended. 
The surplus employee is notified in writing of his proposed 
separation and his right to submit within ten days a request 
for an opportunity to present orally or in writing his 
reasons for not being declared surplus. The Director of 
Personnel may, after review, ask the head of the employee's 
office to reconsider the declaration. Attempts will be 
made to place the Burplus employee elsewhere in the Agency. 
If these attempts fail, the Director of Personnel recommends 
to the CIA's Director that the employee be declared surplus. 
At the same time the Director of Personnel informs the 
employee in writing of thiB action and of the employee's 
right to present information to the CIA Director within 

ten days. When he is informed of an employee's being 
declared surplus, the Director may refer the action to the 
Inspector General, terminate the employee, or disapprove of 
the recommendation of the Director of Personnel. Whether 
the employee is removed or not, he is notified in writing 
by the Director of Personnel. 

2. Involuntary separations may result from varying reasons, 
including inefficiency, failure to meet Agency security 
or medical standards, misconduct, etc. During the trial 
period, an employee may be separated after a review by 
the Director of Personnel. After completion of the trial 
period, the employee, upon notice of separation, will have 
the opportunity to answer orally or in writing within ten 
days. Under statutory authority,, the Director may separate 
an employee immediately, with or without appeal rights, 
when necessary in the interests of the United States. 
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D. Agency comment on its use of merit principles. 
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tent with merit principles." This letter was written on 
December 3* 1971* 

E. Additional information submitted: Personnel operating policies 
for attorney positions. 
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The Agency recommends continued exception. 

III. Agency analysis of need for continuing the exception. 

A. Comparison of present and original conditions. 
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B, Agency reasons for continuing the exception. 
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C. Agency recommendation. 

The Agency recommends continued exception. 
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U.S. Civil Service Commission 
Opinion on Continued Statutory Exception from the 
Competitive Service of the Central Intelligence Agency 


Although the organic legislation establishing the Central Intelligence 
Agency did not provide a specific exception from the competitive service 
for CIA employees, the Civil Service Commission placed them in Schedule A. 
In 1949, the CIA was excepted by statute which provided that appropriated 
or nonappropriated funds might be spent to obtain "personal services 
without regard to limitations on types of persons to be employed..." The 
CIA Is also exempt from reporting and publishing requirements, and the 
Director may terminate any employee immediately if he deems it necessary. 

The CIA has its own employment system, which appears with respect to 
the operations visible to us to be a working merit system. It provides 
for written examinations, a competitive promotion plan, and procedures 
for removal designed to protect the employee. 

Because of the covert nature of some’ CIA positions, these positions 
cannot be subject to the laws and regulations governing appointment 
and removal in the competitive service. Moreover, the agency states 
that It is necessary to have some mobility between the "undercover" 
positions and those which are openly acknowledged. Although the civil 
service laws and regulations could be applied to those positions for 
which the CIA accepts applications on an open basis, the Commission 
is of the opinion that a single, excepted personnel system for CIA 
best meets the needs of the agency. 
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